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Organisations highly rely on innovation and individual creativity to strive within a 
competitive environment. Creative self-efficacy plays an important role in one‟s creative 
performance in the workplace and thus, recent research has examined the conditions 
under which creative self-efficacy can be facilitated.  To date however, most studies 
investigate antecedent variables within the educational and organisational context. This 
paper seeks to answer the following question: can nonwork influences (i.e. life 
satisfaction) enhance one‟s creative self-efficacy within the workplace? This study 
focused on examining the relationships between employees‟ life satisfaction and creative 
self-efficacy, through mediation of nonwork-to-work spillover. Participants in this 
sample (n = 232) are employees from a various range of occupations and industries.  
Using a cross-sectional design and structural equation modeling; results show that 
nonwork-to-work spillover partially mediated the effects of life satisfaction on creative 
self-efficacy. Life satisfaction showed a significant direct positive relationship with 
positive nonwork-to-work spillover and creative self-efficacy. Also, positive nonwork-to-
work spillover significantly predicted creative self-efficacy. Practical implications, as 
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Blending Nonwork with Work: Creative Self-Efficacy as a Consequence of Life 
Satisfaction 
 
Innovation is a vital element that largely contributes to an organisation‟s continual 
success, performance and survivability (Anderson, Potocnik & Zhou, 2014; Tidd & 
Bessant, 2018). The conditions that precede workplace innovation include the 
phenomenon of creativity and the successful implementation of creative ideas (Amabile, 
1988). As organisations rely on employee creativity for innovation, it is important for 
organisations to seek out ways to foster creative ideas and behaviours within the 
workplace (Anderson et al., 2014). Over the past three to four decades, considerable 
research has been dedicated toward examining creativity as a construct and its‟ predictive 
factors (Forgeard & Kaufman, 2016; Tidd & Bessant, 2018).  
A known precursor factor that is receiving much recent attention is one that 
concerns the construct of creative self-efficacy (CSE). Creative self-efficacy is defined as 
one‟s self beliefs of capabilities or capacity to produce creative solutions (Tierney & 
Farmer, 2002). As suggested by Tierney and Farmer (2002), self-efficacious beliefs 
reflect the employee‟s availability of personal resources and confidence to perform the 
job which helps drive the individual towards creative performance. Consistent with this, 
recent studies have shown that CSE significantly predicts employee creative performance 
(e.g. Richter, Hirst, Van Knippenberg &Baer, 2012; Michael, Houe & Fan, 2011; Tierney 
& Farmer, 2011).  
Given the importance of CSE as a pre-cursor to creativity, researchers have 
investigated a range of antecedents to understand the conditions that facilitate CSE. 
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Studies have demonstrated that CSE is predicted by a range of factors including 
organisational variables such as task design, supervisory and collegial support (Mathisen, 
2011) and creativity training (Mathisen & Bronnick, 2009); and personal variables such 
as socioeconomic status (Karwowski, 2011), experience on the job (Tierney & Farmer, 
2002), creative self-concept and specific personality traits (Karwowski et al., 2013). 
However, amongst the existing studies on creative self-efficacy, there is a strong 
emphasis in understanding the predictive variables within the confines of organisational 
or educational boundaries. Therefore in literature, the influences of nonwork antecedent 
variables on creative self-efficacy have often been neglected.  
Nonwork-to-Work Enrichment and Creative Outcomes 
 
Scholars have long suggested that engagement in nonwork roles can enrich 
outcomes at work (e.g. Ashforth, Kreiner, & Fugate, 2000; Clark, 2000; Greenhaus & 
Powell, 2006). The process by which the nonwork domain (e.g. personal life, home or 
family) enriches the work domain is referred to as nonwork-to-work enrichment 
(Greenhaus & Powell, 2006), facilitation (Wayne, Grzywacz, Carlson & Kacmar., 2007), 
or positive spillover (Edwards & Rothbard, 2000). In contrast, negative spillover is 
characterised by the negative or unhelpful influences of one domain that is carried over to 
another domain (Grzywacz & Marks, 2000). Positive and negative spillover can occur bi-
directionally, from nonwork-to-work and work-to-nonwork. For the purpose of this paper 
however, this paper focuses on nonwork-to-work positive spillover which is in line with 
the aims of this research, and to bridge the gap given the lack of research efforts to this 
field within literature.   
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Greenhaus and Powell (2006) argued that the enrichment process can occur 
through an affective path whereby an individual experiences positive affect within a role; 
which then promotes psychological resources to enhance performance within another 
role. Consistent with this, previous studies demonstrate that positive dispositions and 
affect can play a role in enabling nonwork-to-work (NTW) enrichment to enhance work 
outcomes (e.g. McNall, Scott & Nicklin, 2015). For instance, Tang, Huang and Wang‟s 
(2017) study showed that individual‟s marital satisfaction predicted creativity through 
mediation of positive family-to-work (i.e. nonwork-to-work) spillover of resources. The 
researchers concluded that good marriage can be pleasant which elicits positive emotions. 
This is likely to generate abundance of resources that spillover into the work domain to 
enhance creative performance. In this next section and throughout this paper, we will use 
positive affect, mood and emotions interchangeably, except when discussing an author‟s 
research.  
The Role of Positive Affect, Mood or Emotions and the Case for Life Satisfaction  
 
Individual creative outcomes may also be a direct consequence of positive affect 
or positive affective dispositions (Amabile, Barsade Mueller & Staw, 2005; Frederickson, 
2004). For example, earlier studies show that induced positive mood (through use of 
stimuli), facilitated higher levels of performance on creative tasks (Isen, Daubman, 
Nowicki, 1987; Isen, Johnson, Mertz & Robinson, 1985). More recent research suggests 
that the effects of positive affect on creativity are context-dependent (e.g. Davis, 2009; 
George & Zhou, 2007; Rego, Sousa, Marques & Cunha, 2012). A meta-analytical study 
that compiled 72 mood-creativity studies, revealed that positive mood enhances creativity 
contingent on the creative processes involved (Davis, 2009). It was found that positive 
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moods were important for creative ideation processes, which requires cognitive 
flexibility, originality, playfulness and divergent thinking. Researchers also suggest that 
positive mood leads to confidence in one‟s own ability to solve creative problems, thus 
promoting greater creative self-efficacy which contributes to creative performance within 
the workplace (George & Zhou, 2007; Kaufmann, 2003). Whether positive affect 
enhances creativity directly or indirectly (i.e. mediated by positive spillover), evidence 
validates the flourishing effects of positive affect that could lead to creative self-efficacy 
and creative performance.  
Although a plethora of existing studies have examined positive affect on 
creativity, little is known about the role of one‟s life satisfaction on individual‟s creative 
outcomes (Dolan & Metcalfe, 2012). However, life satisfaction (LS) – defined as one‟s 
overall satisfaction of their life as a whole, is a construct that is closely related to positive 
affect (Gamble & Garling, 2012). For example, Cohn et al., (2009) measured students‟ 
day-to-day emotions for a month and found that the significant positive relationship 
between positive emotions and life satisfaction was mediated by resilience. This suggests 
that daily positive emotions not only led to positivity, but also a built up of psychological 
resources, that contributed to greater life satisfaction (Cohn et al., 2009). Therefore, the 
greater that an individual is satisfied with their life, the more likely they are to experience 
positive emotions and generate resources (Cohn et al., 2009; Diener, Lucas & Oishi, 
2002). This is consistent with Fredrickson‟s (2004) Broaden-and-Build Theory (BBT), 
which proposed that positive emotions can broaden individual‟s momentary attention and 
thought-action repertoire. This results in a propensity to approach behaviour or continued 
action, especially toward playfulness, explorative actions and being creative. Also, the 
8 
 
consequence of such play or explorative behaviour inherently leads to broadened 
mindsets, which helps build enduring personal resources to promote flourishing such as 
enhanced performance and creativity (Fredrickson, 2004).  
Similar to the broadening effects of positive emotions, researchers have suggested 
that LS may also be a positive trait with enduring affective dispositions which can lead to 
flourishing effects across domains (Caprara, Eisenberg, Alessandri, 2017). For example, 
LS has shown to be related to resources such as self-efficacy (Strobel, Tumasian & 
Sporrle, 2011), optimism (Karademas, 2006), positive affect (Caprara, Eisenberg & 
Alessandri, 2017; Smyth, Zawadzki, Juth & Sciamanna, 2017) and resilience (Cohn et al., 
2009). Nonetheless, higher LS was shown to be related to positive health outcomes 
(Steptoe, Deaton & Stone, 2015); career success and higher levels of income (Boehm & 
Lyubomirsky, 2008; Diener, Sandvik, Seidlitz & Diener, 1993); academic performance in 
school (Ng, Huebner & Hills, 2015); quality of relationships (Alessandri, Caprara & 
Tisak., 2012a); extra-role and job performance at work (Alessandri et al., 2012b). 
Therefore, it is not unreasonable to posit that life satisfaction can directly lead to creative 
outcomes, and indirectly through nonwork-to-work enrichment.  
As mentioned above, when one is highly satisfied with their life, they are likely to 
experience positive affect. This positivity can generate resources such as energy, 
optimism and self-efficacy which transfer from nonwork-to-work to enhance creative 
outcomes (Tang, Huang & Wang, 2017). Another possibility is that positive affect could 
lead to expanded attention and thought-action repertoire that directly enhances creative 
self-efficacy (Fredrickson, 2004).  
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In this paper, we propose to examine the direct and indirect (i.e. mediated through 
nonwork-to-work enrichment or spillover) relationship between life satisfaction and 
creative self-efficacy. To date, no research has documented the path relationship between 
life satisfaction and creative self-efficacy directly; and indirectly through nonwork-to-
work enrichment. We seek to explore this relationship to contribute to the field of 
nonwork-to-work enrichment literature, broaden-and-build theory and positivity-
creativity link. In this paper, we aim to provide a brief review focusing on nonwork-to-
work enrichment, broaden-and-build theory and the relationship between life satisfaction 
and creative self-efficacy. The results of the research paper are outlined, followed by a 
discussion of the findings.    
Work-Life Enrichment: Theoretical Background 
 
 The Work-Life Enrichment model proposed by Greenhaus and Powell (2006), 
explains the process by which experience in a role can generate resources to improve the 
performance in another role. In this model, the resources refer to the individual‟s skills 
and perspectives, psychological and physical resources (e.g. self-efficacy, confidence, 
energy and mental stamina), social capital resources, flexibility and material resources. 
Resources can be transferred between roles: (1) directly via the instrumental and (2) 
indirectly via affective pathways. In the former path, resources gained in one role, can 
directly improve performance in another role (Greenhaus & Powell, 2006). In the latter 
path, resources gained in one role increase positive affect in that role, which then 
facilitates positive affect and enhanced performance in the other role (Greenhaus & 
Powell, 2006). This can occur through the transfer of resources called positive spillover 
(Edwards & Rothbard, 2000). For example, an employee who achieves a promotion 
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would likely experience positive emotions, which then expands the individual‟s positive 
energy to be transferred and applied to their marital relationship at home.  
 Although positive affect and generated resources are crucial for the enrichment 
process, recent studies demonstrate personal characteristics such as positive dispositional 
affect (Tement & Korunka, 2013) and core self-evaluations (Michel & Clark, 2012) can 
contribute to individual‟s perceptions of enrichment. In proposing their Resource-Gain 
Development perspective, Wayne et al., (2007) argued that certain personal 
characteristics (and resources) are key enablers that help facilitate the enrichment 
process, to further contribute to other gains including increased positive affect, new skills 
and perspectives, greater efficiency and capital gains within a domain. These gains can be 
applied to enhance functioning and outcomes in another domain. Below, I develop a case 
for life satisfaction as a personal characteristic which predicts positive spillover from 
nonwork-to-work to enhance employees‟ creative self-efficacy.  
Life satisfaction, Nonwork-to-Work Enrichment and Creative Self-Efficacy 
 
Wayne et al., (2007) define personal characteristics as skills or traits derived from 
“one‟s orientation to the world such as self-esteem and optimism” (p.66). It is suggested 
that these characteristics can result in the generation of resources that enable nonwork-to-
work enrichment processes to take place (Wayne et al., 2007). In addition, the more those 
resources are available to the employee, the greater the potential for positive experiences 
and generated gains to be transferred from nonwork to benefit an employee‟s work life. 
Therefore, personal characteristics such as positive predispositions, can lead to greater 
gains across domains. 
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In accordance with the Broaden-and-Build Theory of Positive Emotions 
(Fredrickson, 2004); positive predispositions further produces positive emotions that 
triggers an “upward spiral” in which a build-up of positive emotions and broadened 
thinking arises to reciprocally influence one another (Fredrickson, 2004; McNall, Scott & 
Nicklin, 2015). This reciprocal process helps build resilience to enhance subjective well-
being over time (Cohn et al., 2009; Diener, Lucas & Oishi, 2002). The upward spiral 
suggests that enhanced subjective well-being could build enduring resources such as 
divergent thinking, resilience, motivation and other resources (Fredrickson, 2004). These 
resources derived from subjective well-being (SWB), can be transferred from nonwork to 
enhance functioning in the work domain. This indicates that general subjective well-
being as a nonwork variable, plays an important role in influencing work outcomes. 
Life satisfaction is a key construct that taps into an individual‟s subjective 
wellbeing, happiness and positivity (Caprara, Eisenberg & Alessandri, 2017; Deci & 
Ryan, 2008). It is the cognitive component of subjective well-being in which it is defined 
by the individual‟s global assessment of their quality of life as a whole (Pavot & Diener, 
2008). When one evaluates their LS, they weigh the good and bad aspects of life events 
against a unique set of criteria, to arrive at a global judgement of satisfaction (Pavot & 
Diener, 2008). Individuals make judgments about important aspects of their life (e.g. 
success at work, academic achievement, marital and social relationships, valued life goals 
and etc.), which includes thinking about affective experiences (Pavot & Diener, 2008). 
Although considered distinct from affect, life satisfaction complements positive affect. 
For instance, daily positive experiences and associated positive affect is inherently 
important to one‟s judgment of life satisfaction (Wirtz, Chiu, Diener & Oishi, 2009). A 
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“good life” or satisfying life can be determined by the amount of positive affect 
experienced. Nevertheless, life satisfaction and positive affect are closely related and 
both of which make up the construct of subjective well-being (Diener, Suh, Lucas & 
Smith, 1999).  Therefore, it is not unreasonable to posit that perceptions of life 
satisfaction could produce similar “broaden-and-build” effects of positive emotions.  
More recent research suggests the heritability nature of life satisfaction (e.g. 
Hahn, Johnson & Spinath, 2013).  Life satisfaction as a disposition is linked to positive 
traits such as gratitude (e.g. being grateful), zest (e.g. energy and motivation), love and 
hope (Peterson, Ruch, Beermann, Park & Seligman, 2007). This may predispose 
individuals to build greater resources, buffer stress and anxiety (i.e. effective coping with 
challenges and stress) and achieve successful outcomes across various domains 
(Lyubomirsky, King & Diener, 2005). As mentioned above, LS is related to several 
benefits such as personal resources (e.g. resilience, positive affect and self-efficacy), 
social gains, academic and career success, and positive health outcomes. Overall, 
evidence indicates that LS can create an upward spiral; in which greater perceptions of 
LS leads to greater positive affect and resources, thus resulting in better performance 
outcomes across life domains (De Neve, Diener, Tay & Xuereb, 2013; Diener, Lucas & 
Oishi, 2002). The cross-domain effects can be explained by an enrichment process 
wherein resources derived from life satisfaction, spillover from nonwork-to-work 
domain.  
Existing research show that positivity enables nonwork-to-work positive spillover 
effects. A recent study by McNall, Scott and Nicklin (2015), showed that employees‟ 
positive affectivity was an enabler of enrichment between work and nonwork domains. 
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The more that employees experiences higher positive affect, the greater the effect of 
nonwork-to-work and work-to-nonwork enrichment. This enrichment further predicted 
job outcomes such as lower turnover intentions and emotional exhaustion. In another 
study, Tang, Huang and Wang (2017) demonstrated that employees‟ marital satisfaction 
(and satisfaction-derived positive affect) predicted individual creative performance, 
mediated by the positive spillover of psychological resources. The results suggest that 
when individuals experienced a good marriage at home, it facilitated a transfer of 
psychological resources from family (i.e. nonwork) to work which in turn promoted 
creative performance within the work domain. The authors explained that a satisfying 
marital relationship can build positive emotions and an abundant of resources, which 
spillover into the workplace to enhance employee creative performance. Lastly, Madjar, 
Oldham and Pratt (2002) conducted a study on employees across three organisations (n = 
265) and found that both work and nonwork support for creativity, independently 
contributed to increased creative performance, in which this relationship was mediated by 
positive mood. The study suggests that nonwork sources, such as support from family or 
friends, contributed to the employee‟s creativity within the work domain. In our own 
review, an interesting finding is that work and nonwork support-creativity link was only 
significant when positive mood was present. As expected, positive mood significantly 
predicted creativity; however, it is also plausible that positive mood contributed to the 
enabling effect of a nonwork-to-work spillover to enhance creative performance. 
I argue that life satisfaction could lead to nonwork-to-work enrichment to enhance 
creative self-efficacy. A satisfying life may suggest that one is satisfied with their overall 
life as a whole, which include being satisfied across different aspects of their life domains 
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(e.g. academic, career, health, social and family relations and other personal aspects) 
(Pavot & Diener, 2009). Individuals weigh different domains of their life according to 
their own standards (Pavot & Diener, 2009). This also requires individuals to focus on the 
positive side of relevant life experiences based on what is important to them; as well as 
their own moods and emotions to arrive at a judgment of their overall life satisfaction 
(Pavot & Diener, 2008). Therefore if an individual is highly satisfied with their life, they 
are also more likely to experience positive affect and emotions (Cohn et al., 2009). The 
positivity derived from life satisfaction can generate greater resources, leading to 
nonwork-to-work spillover (Wayne et al., 2007). 
Therefore, the following is expected: 
Hypothesis 1: Life satisfaction is positively related to positive nonwork-to-work 
spillover; in which increased perceptions of life satisfaction predict increased positive 
nonwork-to-work spillover of resources. 
In building the second hypothesis, I take insight from the abovementioned studies 
and refer to the broaden-and-based theory of positive emotions. As discussed previously, 
positive emotions can derive from life satisfaction, in which experienced positive 
emotions promotes greater gains in resources such as self-efficacy (Vacharkulksemsuk & 
Frederickson, 2013). Resources gained within the nonwork domain, is transferred into the 
workplace that enable individuals to utilise such resources to enhance work performance 
(Wayne, 2007).  Therefore, I expect the following: 
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Hypothesis 2: Positive nonwork-to-work spillover is positively related to creative 
self-efficacy. As such, increased positive nonwork-to-work spillover of resources leads to 
positive perceptions of creative self-efficacy. 
Hypothesis 3: Positive nonwork-to-work spillover mediates the relationship 
between life satisfaction and creative self-efficacy.  
Although it is not the main focus of the study, it is expected that life satisfaction 
to demonstrate negative correlation with negative spillover. As discussed above, life 
satisfaction produces personal resources (e.g. resilience) can help buffer against stress 
and anxiety. Lower levels of satisfaction may be associated with lesser personal resources 
which in turn lead to negative spillover. A study that comprised of Finnish employees (n 
= 202) demonstrated that negative family-to-work spillover was associated with low 
general well-being (marital dissatisfaction) (Kinnunen, Feldt, Geurts & Pulkkinen, 2006). 
Therefore, it is expected that: 
Hypothesis 4: Life satisfaction is negatively related to negative spillover, whereby 
lower levels of life satisfaction predict higher levels of negative nonwork-to-work 
spillover of resources. 
As abovementioned, life satisfaction can lead to various positive outcomes, 
including job performance and career success (De Neve, Diener, Tay & Xuereb, 2013). 
However, there is a lack of evidence on the relationship between life satisfaction and 
creativity – let alone creative-self efficacy (Dolan & Metcalfe, 2012). Existing but scarce 
evidence suggests that life satisfaction is strongly positively related to creative self-
efficacy. Tan and Majid (2011) showed that teacher‟s (n = 100) happiness (measured by 
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life satisfaction, happiness, wellness and positive emotions) positively correlated with 
creative self-efficacy. In their second analysis, life satisfaction and the self-rated 
importance of creativity in life, accounted for 33% of variance in predicting creative self-
efficacy in idea generation. This study indicates that greater perceptions of happiness 
enhance creative self-efficacy. Although this research shows a link between life 
satisfaction and creative self-efficacy; it does not determine causality and the direction of 
the relationship.  
Existing studies demonstrate a strong relationship between positive mood and 
creativity (e.g. Davis, 2009). Davis (2009) showed that positive mood was important in 
enhancing performance on creative ideation processes. The task of creative ideation 
involves cognitive-related processes such as originality and playfulness of thought, 
cognitive flexibility and divergent thinking. Therefore, it is likely that positive mood 
influences one‟s cognition. Isen (2008) argued that positive mood contributes to cognitive 
functioning, in that it cues positive materials in memory, and facilitates cognitive 
flexibility and divergent thinking. Studies have shown such benefits of positive affect on 
cognition (e.g. Chermahini & Hommel, 2012; Isen, 2001; Russ & Schafer, 2006). 
Therefore, it is likely that positive mood and affect alters one‟s cognition, which in turn 
contributes to benefit one‟s creative performance.  
In relation to creative self-efficacy, Bandura (2010) argued that emotional and 
physiological arousal influences one‟s perceived capability to perform a task. Positive 
mood states are associated with events, experiences or situations (e.g. creative task), and 
expectations (e.g. perceived success of performing) can produce feelings of confidence 
(or lack of) in the individual‟s ability to perform. Bandura (2010) stated that people rely 
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on these emotional mood states to evaluate their self-efficacy. Thus, it is likely that 
positive mood states leads to confidence, and subsequent creative self-efficacy in a 
referent task or situation at hand to enhance creative performance (George & Zhou, 2007; 
Kaufmann, 2003). Lastly, Frederickson (2004) proposed that positive emotions could 
broaden mindsets and thought-action repertoire. Not only can positive emotions expand 
one‟s thoughts towards flexibility, unusual thought patterns and novel ideas; it also leads 
to approach behaviour such as play and explorative actions that could further perpetuate 
an up-build of enduring resources to enhance creativity (Vacharkulksemsuk & 
Fredrickson, 2013).  
Because positive affect is strongly related to life satisfaction, we propose that 
positive affect derived from life satisfaction could lead to enhanced cognition, and 
thought-action repertoire that increases creative self-efficacy. When an individual is 
satisfied with their life, they are likely to produce positive emotions that lead to approach 
behaviour, confidence and perpetual gains as a result of thought-action repertoire, to 
increase creative self-efficacy. Therefore, I hypothesise the following: 
Hypothesis 5: Life satisfaction is positively related to creative self-efficacy in that 
increased levels of life satisfaction directly predict increased levels of creative self-
efficacy. 
In this study, two control variables: (1) gender and (2) creative work demands are 
examined, as existing research suggests that they can influence individual creativity.  
Work-related demands such as involvement in complex tasks or creative work can help 
generate resources to enhance creative performance (Glaser, Seubert, Hornung & Herbig, 
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2015; Schieman & Young, 2010). Individuals involved in creative work, tend to report 
lower work-to-family conflict, and lesser stressful thoughts (Schieman & Young, 2010). 
Therefore, we examine creative work demands as a potential contributing factor to 
influence creative self-efficacy.  There are also gender differences when it comes to an 
individual‟s management between nonwork and work domains. Men and women‟s salient 
role expectations, and orientation towards work and nonwork domains are a significant 
contributing factor to nonwork-work outcomes (Cinamon & Rich; Kinnunen, Feldt, 
Geurts & Pulkkinen, 2006). Thus, it is important that gender differences are examined in 
this study‟s proposed path relationship between life satisfaction, nonwork-to-work 
spillover and creative self-efficacy.  
 
Figure 1. Path relationship between life satisfaction and creative self-efficacy mediated 
by resources spillover. 
19 
 
Note: hypothesised path relations are indicated by arrowed lines, whereby dashed lines 
with arrows indicate path relationships that are outside the scope of the study.  
Method 
Sample and Procedures 
 
A G*Power 3.1.9.4 calculator was utilised to estimate a minimum of 200 that is required 
in order to conduct a structural equation modeling study. A total of 328 participants 
commenced the survey through Qualtrics, of which there was a 71% completion rate.  
Using Hoaglin, Iglewicz and Tukey's (1986) resistant rules for outlier labeling, two 
outliers were identified and excluded from the study. Therefore, a total of 232 employees 
from various countries and occupations were included for data analyses. Participants 
were recruited online through forums and social media sites such as LinkedIn, Facebook 
Groups, Facebook Advertising, Reddit, Survey Circle and Survey Swap. The online 
forums and groups targeted for recruitment were specific to the working class e.g. trades 
and professional groups. Advertising posts were published across the above social media 
sites and forums to advertise this research project. Incentives for participants include a 
chance to win one of three $50 e-gift cards or vouchers.   
The inclusion criteria for participants to take part in this study include: 
• Over 18 years of age; 
• Any gender; 





 Satisfaction with Life Scale (SWLS). The 5-item scale measures one‟s self global 
evaluation of satisfaction with life as a whole on a 7-point scale that ranges from strongly 
disagree (1) to strongly agree (7) (Diener, Emmons, Larsen & Griffin. 1985). The SWLS 
has shown strong reliability and construct validity (Pavot & Diener, 2009). The scale‟s 
internal consistency and test–retest reliability coefficients can be up to .89 and .84 
respectively (Pavot & Diener, 2009). The SWLS shows modest to adequate convergence 
with wellbeing constructs having correlations ranging up to .82 (Pavot & Diener, 2009).   
Creative Self-Efficacy Scale. Derived from the Short Scale of Creative Self-
efficacy (Karwowski, Lebuda, Wisniewska & Gralewski, 2013), it is designed to measure 
participant‟s self-belief in their capabilities to think creatively and resolve problems 
(Karwowski et al., 2013). There are six statement items, including an example such as „I 
am sure I can deal with problems requiring creative thinking‟. Participants respond on a 
5-point scale from definitely not (1) to definitely (5). This scale has previously shown 
high internal consistency (α = .86) and demonstrated convergent validity as it correlates 
with Openness to Experience (Karwowski et al., 2013).  
 Nonwork-to-Work Spillover Scale. Taken from the National Survey of Midlife 
Development in the United States (MIDUS; Brim et al., 1999), there are two dimensions 
to this scale: (1) positive nonwork-to-work spillover and (2) negative nonwork-to-work 
spillover. Each scale consists of four items. An example item of positive home-to-work 
spillover include: “Providing for what is needed at home makes you work harder at your 
job”. Respondents indicate their level of frequency by responding on a 5-point response 
scale from never (1) to all of the time (5). Negative nonwork-to-work spillover scale has 
21 
 
previously shown reliability at α = .86, while positive nonwork-to-work spillover 
demonstrated an α = .70. These measures were also found to be independently associated 
with marital quality; global measures of mental and physical health; and life satisfaction 
(Grzywacz & Marks, 2000). 
 Control variables. The Creative Work scale (Schieman &Young, 2010) was 
assessed as a control variable. Previous studies demonstrate that work demands (e.g. 
problem solving) strongly correlate with creative performance (Zhou, Hirst & Shipton, 
2012). In addition, creative work proves to be a resource which influences work-nonwork 
relationships (Schieman & Young, 2010). Creative work scale is a four item scale (α = 
.75) that measures participant‟s creative work activities. Examples of scale items include: 
“How often do you have a chance to solve problems?” and “How often does your job 
require you to be creative?” (Schieman & Young, 2010). Participants are asked to refer to 
their current job and respond to the questions from never (1) to frequently (4). The scale 
has previously demonstrated validity (including a factor analyses) in showing 
convergence with job demands, autonomy and work-family conflict (Schieman & Young, 
2010). According to the spillover literature, there are gender differences which influence 
the effects of spillover (Kinnunen, Feldt, Geurts & Pulkkinen, 2006). Therefore I have 
also examined the effect of gender in the proposed path relationship.   
Data Analyses  
 
 To validate the path relations between life satisfaction, positive nonwork-to-work 
spillover and creative self-efficacy, a structural equation model (path analyses) was 
conducted using the IBM SPSS AMOS 21 software. In order to produce accurate 
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confidence intervals for mediation an effect, a configuration of bias-corrected confidence 





 The analysis is based on data that includes 232 participants who are working 
within various occupations and industries (e.g. hospitality, retail, business and finance, 
education and training and other professional occupations). Sixty three percent of 
participants are females and 35% are males with a mean age of 30.1 (SD=9.88). Fifty five 
percent are single, 27% indicated they are married, and 18% indicated other statuses. The 
respondents' average tenure within a company is 3.6 years (SD =6.17). Thirty five 
percent indicated that they are working 20 -29 hours per week, 29.7% are working 30-39 
hours per week, and 35.3% are working 40 hours and above (see Appendix J).  
Direct effects 
 
 To test the proposed path model relationship in Figure 1, structural equation 
modelling was conducted using IBM SPSS AMOS v21. The results shown in 
standardised coefficients are presented in Figure 2. The relationships proposed in the 
hypothesised model were all supported, except that no significant relationship was 
observed between negative spillover of resources from nonwork-to-work and creative 
self-efficacy. Refer to Table 1 for the correlation results between variables, and Figure 2 
for path coefficients. While controlling for creative work demands and using the bias-
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corrected percentile method; life satisfaction was significantly related to positive 
nonwork-to-work spillover and showed a negative relationship with negative nonwork-
to-work spillover which confirms both hypothesis 1 and 4.  
Table 1. Table of correlations between variables. 
 
  Mean Std. Dev 1 2 3 4 5 
(1) Life 
satisfaction 
22.78 7.1 - .423** -.272** .271** .272** 
(2) Positive 
spillover 
14.28 2.98 .423** - -.074 .237** .160* 
(3) Negative 
spillover 
10.50 3.04 -.272** -.074 - -.055 -.032 
(4) Creative self-
efficacy 
23.59 4.09 .271** .237** -.055 - .219** 
(5) Creative work 
demands 
13.13 2.43 .272** .160* -.032 .219** - 
Note: * p < .05, ** p < .01,  
 The path relationship between negative nonwork-to-work spillover and creative 
self-efficacy was non-significant. However, a significant gender effect was observed in 
the relationship between negative spillover and creative self-efficacy. Males 
demonstrated a significant negative relationship between negative spillover and creative 




 Table 2. Male and female difference on direct effects (unstandardised path estimates). 
 
Notes: ** p-value < 0.05; * p-value < 0.10 
 A significant relationship was found between positive nonwork-to-work spillover 
and creative self-efficacy which confirms hypothesis 2. In support of hypothesis 5, a 
direct path relation between life satisfaction and creative self-efficacy was statistically 
significant. Lastly, creative work demands as a control variable, showed a significant 
relationship with creative self-efficacy. Although a direct effect was found, creative self-
efficacy did not demonstrate any moderation effect on the path model. 
   Male Female  
   Estimates  p-level Estimates p-level z-score 
Life satisfaction → 
Positive spillover 
0.209 0.000 0.168 0.000 -0.739 
Life satisfaction → 
Negative spillover 
-0.101 0.045 -0.119 0.000 -0.300 
Creative work demands → 
Creative self-efficacy 
0.497 0.003 0.135 0.314 -1.693* 
Negative spillover → 
Creative self-efficacy 
-0.241 0.047 0.169 0.136 2.467** 
Positive spillover → 
Creative self-efficacy 
0.208 0.100 0.180 0.156 -0.152 
Life satisfaction → 
Creative self-efficacy 





 It was hypothesised that perceptions of life satisfaction can influence one's 
creative self-efficacy through the mediation of positive spillover. In utilising the bias-
corrected percentile method, the results partially supported the third hypothesis (see 
Table 3).  Although a non-significant indirect relationship was observed between life 
satisfaction to creative self-efficacy, a statistically significant relationship was observed 
amongst the male sample data. While the female sample data showed non-significance, 
the male sample demonstrated a significant indirect effect between life satisfaction and 
creative self-efficacy. In addition, a partial mediation between life satisfaction and 
creative self-efficacy was supported as a statistical significant total effect was obtained. 
Refer to Table 3, 4 and 5 for the results on total and indirect effects (including gender 
differences).  
Figure 2. Results demonstrating standardised path coefficients between life satisfaction 
and creative self-efficacy mediated by resources spillover.  
Note: n = 232; standardised path coefficients are indicated by arrowed lines, whereby 
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dashed lines with arrows indicate path relationships that are outside the scope of the 
study. Variance explained by predictor variables are indicated in parentheses. * denotes 
significant path relationships at p < .05; ** denotes significance at p < .01 level.  
 
Figure 3. Standardised path coefficients between life satisfaction and creative self-
efficacy mediated by resources spillover amongst Male sample.  
Note: n = 82; standardised path coefficients are indicated by arrowed lines, whereby 
dashed lines with arrows indicate path relationships that are outside the scope of the 
study. Variance explained by predictor variables are indicated in parentheses. * denotes 






Figure 3. Standardised path coefficients between life satisfaction and creative self-
efficacy mediated by resources spillover amongst Female sample.  
Note: n = 146; standardised path coefficients are indicated by arrowed lines, whereby 
dashed lines with arrows indicate path relationships that are outside the scope of the 
study. Variance explained by predictor variables are indicated in parentheses. * denotes 
significant path relationships at p < .05; ** denotes significance at p < .01 level.  








Indirect effect     
Life satisfaction → Creative 
self-efficacy 
 




Total effect     
Life satisfaction → Creative 
self-efficacy 
 
.133** .054, .205 .004 
Note: ** p < .01 








Indirect effect     
Life satisfaction → Creative 
self-efficacy 
 
.112* .016, .262 .016 
Total effect     
Life satisfaction → Creative 
self-efficacy 
 
.341** .154, .513 .002 












Indirect effect     
Life satisfaction → Creative 
self-efficacy 
 
.018 -.068, .126 .656 
Total effect     
Life satisfaction → Creative 
self-efficacy 
 
.095* .001, .205 .046 
Note: ** p < .01, * p< .05 
Model fit results 
 
The overall structural model demonstrated a good fit (χ2(9) = 3.9, p = .91, χ2/df = .433, 
NFI = .98, TLI=1, RMSEA = .00. GFI= .99, CFI= 1). Refer to Table 6 below for the 




Table 6. Model fit. 
 
 Absolute fit Incremental fit Parsimonious 
fit 
Df χ2 RMSEA GFI TLI NFI CFI χ2/ df 
9 3.9 .00 .99 1 .98 1 .433 
 
Note: Df = degrees of freedom, χ2 = Chi-square goodness of fit, RMSEA = Root-Mean-
Square Error of Approximation, GFI = Goodness of Fit Index, TLI = Tucker Lewis 
Index, NFI = Normed Fit Index, CFI = Comparative Fit Index, χ2/ df = Chi-square to 
degrees of freedom ratio 
Discussion 
 
 The findings of the study reveal that positive spillover partially mediates the 
relationship between life satisfaction and perceptions of creative self-efficacy. In other 
words, there are two paths that can contribute to one‟s creative self-efficacy. Individuals 
who experienced greater perceptions of life satisfaction led to: (1) a direct increase in 
creative self-efficacy, and (2) increased nonwork-to-work positive spillover of resources 
which resulted in greater creative self-efficacy.  This finding supports the hypotheses, and 
validates the propositions of the resource-gain development theory and broaden-and-
build theory of positive emotions.   
 The resource-gain development posits that personal characteristics can promote 
positive experiences and other gains within a domain, which enables the facilitation of 
better functioning within the other domain (Wayne et al., 2007). This facilitation can 
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occur through the transfer of resources called positive spillover (Edwards & Rothbard, 
2000). In this study, life satisfaction as a personal characteristic, significantly predicted 
nonwork-to-work spillover of resources. This indicates that when an individual 
experiences greater perceptions of life satisfaction, they are likely to experience the 
transfer of positive resources from their nonwork domain into the workplace. Wayne et 
al., (2007) proposed, “the greater of any single resource an individual has, the greater the 
potential for facilitation” (p. 66). In earlier discussions, I cited that life satisfaction is 
linked to positive predispositions, wherein individuals predispose themselves to positivity 
which leads to greater potential in the generation and availability of psychological. As 
one tends towards greater satisfaction with life, he or she is likely to have greater 
resources available to them; in which such resources have the potential to be transferred 
across domains. Facilitation occurs when individuals exploit and apply these resources 
within the workplace to experience gains that improve functioning (Wayne et al., 2007). 
Results from the SEM analysis support this proposition in that nonwork-to-work spillover 
of resources significantly predicted creative self-efficacy.  
 The finding that positive spillover mediated between subjective wellbeing and 
work outcomes is consistent to that of recent literature. McNall, Scott and Nicklin‟s 
(2015) study found that individuals with high positive affectivity were more likely to 
experience both family-to-work and work-to-family enrichment. One of their conclusions 
was that trait positive affectivity can be seen as an important antecedent to enrichment, in 
that it predisposes them to positivity and greater gains within the other domain. In 
another study much similar to the mediation model this study, Tang, Huang and Wang‟s 
(2017) showed that marital satisfaction was indirectly related to workplace creativity as 
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mediated by family-to-work spillover. The authors explained that an individual‟s 
satisfaction with marital relationship (i.e. a positive marriage) can generate an abundance 
of psychological resources, which is likely to spillover from home into the workplace to 
facilitate creative performance. Although there were some differences in the constructs 
measured in the above-mentioned studies, there is some consensus that psychological 
resources can result from positive affective states; which can then be carried across 
domains to enhance functioning or performance. Therefore in this study, we conclude 
that when individuals evaluate that they are satisfied with their life as a whole, they are 
likely to experience positive affective states that help produce psychological resources 
such as resilience, motivation, optimism and self-efficacy, which transfers from nonwork 
contexts into their workplace to enhance creative self-efficacy.  
 It is important to note however, that full mediation of positive spillover between 
life satisfaction and creative self-efficacy was non-significant within this study. Instead, 
the mediation of positive spillover partially contributed to predicting creative self-
efficacy; and that some variance in predicting creative-self-efficacy was also explained 
by the direct path from life satisfaction. However, there were observed gender differences 
in that men‟s perception of life satisfaction predicted creative self-efficacy through full 
mediation of positive and negative spillover, whereas such mediation for women was 
nonsignificant. These results may reflect the family-work literature on gender differences. 
Researchers argue that women tend to prioritise family obligations (i.e. nonwork 
responsibilities) over paid work; whereas men tend to focus on paid work over family 
(McNall, Nicklin & Masuda, 2010). Thus women are likely to make adjustments to work 
schedules to focus on their family role obligations including household activities and 
33 
 
childcare (McNall, Nicklin & Masuda, 2010). Work adjustments, such as rearrangement 
of work schedules, cutting work hours, demanding work flexibility and refusal of 
overtime or afterhours assignments could have negative implications on one‟s 
performance in the workplace (Keene & Reynolds, 2005). Time off to focus on other role 
duties may result in cognitive detachment from work which is detrimental to workplace 
learning and creativity (de Jonge, Spoor, Sonnentag, Dormann & van den Tooren, 2012).  
 In the SEM results, life satisfaction had a significant direct relationship with 
creative self-efficacy. We argued that increased perceptions of life satisfaction leads to 
greater creative self-efficacy. When one feels satisfied with their life, they are more likely 
to experience positive emotions that perpetuates toward an “upward spiral” to greater 
levels of LS, positive emotions and other psychological resources such as self-efficacy 
(Cohn et al., 2009; Fredrickson, 2004). In line with this, Fredrickson (2004) argued that 
positive emotions broaden thought-action repertoire which promotes activity engagement 
or approach behaviour whether it is through play, pushing boundaries, being creative, 
explorative behaviours and similar activities. Engagement in such activities can build 
enduring resources including social, physical, intellectual and psychological resources 
(Fredrickson, 2004). Thus, it is possible that life satisfaction and associated positive 
affect enables the widening of individual‟s thoughts and actions that help facilitate one‟s 
own perceived capabilities in dealing with creative problems.  
 Another possibility is Bandura‟s (2010) explanation of how emotional or 
physiological arousal influences one‟s own judgement of self-efficacy. He argued that 
positive emotional and mood states associated with certain experiences or situations (e.g. 
performance) and expectations (e.g. perceived competence and success) can produce 
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feelings of confidence in one‟s own ability to perform. In this case, people rely on their 
emotional states to judge their own self-efficacy. Therefore, if the individual experiences 
positive mood states, they are more likely to experience greater self-efficacy in the 
situation or task at hand.  
 Lastly, the life satisfaction – creative self-efficacy relationship may also reflect 
the role of cognitive functioning. Isen (2008) argues that positive affect influences 
individual‟s day-to-day cognition in that it cues positive materials in memory; broaden 
attention, as well as promote divergent and flexible thinking. These cognitive processes 
may influence one‟s energy, approach, motivation and decision-making when faced with 
challenging situations or tasks. Nonetheless, the promotion of flexible cognition and 
divergent thinking can help individuals generate novel ideas to address the specific 
problem, task or issue at hand (Isen, 2008).  
Practical implications 
 
 The findings from this research have several implications. Employee‟s creative 
self-efficacy and associated confidence can be promoted by a perceived good life. When 
employees feel satisfied about their overall life as whole, they are more likely to be 
confident, and feel more capable in tackling or solving creative problems. Life 
satisfaction judgments can increase one‟s resources which carry-over from their nonwork 
life, into the workplace. The effects of life satisfaction are also likely to produce 
cognitive benefits, and engagement or approach behaviour to enhance creative self-
efficacy. Organisations can help facilitate creative self-efficacy by driving their 
employees towards achieving “the good life” or satisfying life. A good and satisfying life 
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differs contingent on the individual‟s own standards and values (Pavot & Diener, 2008). 
For example, if a person values the experience of positive emotions, they are likely to 
refer to previous positive experience (i.e. positive events) to evaluate their life 
satisfaction. In contrast, others may consider nonaffective events, such as the successful 
pursuit of life goals when making life satisfaction judgments. Regardless, organisations 
can introduce work-life policies, initiatives or programs to encourage employee‟s efforts 
towards their meaningful life pursuits, whether it is engagement with their hobbies, work 
on a postgraduate assignment, spend time with friends or families, and even side projects 
that is deemed important to the employee.  An example of an initiative may be a weekly 
allocation of a time period for employees to spend time on other work or nonwork 
pursuits. As employees work towards greater life satisfaction, they are more likely to feel 
positive about themselves which could enhance their creative confidence and subsequent 
creative performance within the workplace.  
Limitations and future studies 
 
 This study is not without its‟ limitations. Firstly, it is important to note that this 
research utilised cross-sectional data. Therefore, although path relationships were 
examined, it is difficult to infer causal relationships between variables (Levin, 2006). In 
addition, a cross-sectional design only provides a snapshot of data at a point in time. In 
this instance, it is uncertain if results are reproducible across time (Levin, 2006). Future 
studies should examine the relationship between life satisfaction and creativity in a 
longitudinal scope.  
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 In this study, it is uncertain whether nonwork-to-work spillover and creative self-
efficacy was the result of positive emotions derived from experienced life satisfaction 
because positive affect, mood or emotions were not measured. In addition, the actual 
broadening effect of positive emotions is unknown as we did not measure this directly. 
For example, we assumed that positive emotions associated with life satisfaction are 
likely to increase thought-action repertoire and broadened mindsets (e.g. divergent 
thinking) to influence creative self-efficacy. As we did not measure constructs such as 
divergent thinking, it is difficult to conclude for certain that such broadening effects were 
present to influence nonwork-to-work enrichment and creative self-efficacy. It may be 
feasible that life satisfaction, or cognitive appraisals of subjective wellbeing, could have 
directly influenced nonwork-to-work positive spillover and creative self-efficacy. Future 
studies that examine the life satisfaction-creativity relationship should also consider the 
inclusion of positive affect or positive orientation to life, as well as cognitive functioning-
related measures.  
 Another limitation is the inclusion of international participants which may have 
confounded the results of the study. For instance, there are cross-cultural differences in 
perceptions of life satisfaction. The standards for life satisfaction judgment in Eastern 
Asia, is not the same as that of Western cultures (Diener & Diener, 2009; Oishi, Diener, 
Lucas & Suh, 2009). In Westernised cultures, individuals are more likely to use positive 
experiences as a reference for life satisfaction judgments, whereas Asian cultures tend to 
factor in negative information (Wirtz, Chiu, Diener & Oishi, 2009). Therefore, the results 
may not be generalised to a certain culture. However, it is important to note that a large 
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portion of the sample consists of employees from Westernised cultures such as United 
States, United Kingdom and Australia.   
 Future research could utilise life satisfaction as an antecedent or personal 
characteristic to examine its‟ causal influence on creative outcomes and nonwork-to-work 
enrichment. Most existing studies measure positive affect or mood to examine work-
nonwork relations and creative outcomes. However, affective mood states are transient, 
shorter term and vary momentarily based on the individual‟s current situational context 
(Fujita & Diener, 2005). Research shows that life satisfaction as a measure, can 
demonstrate modest stability overtime (Fujita & Diener, 2005). In addition, life 
satisfaction judgments are often reflections of one‟s nonwork positive experiences, which 
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Demographic profile of participants 
Demographic variables Frequency Percent Mean 
Gender     
Women  147 63.4  
Men  83 35.8  
Other  2 .9  
Age    30.16 
Marital status     
Single  127 54.7  
Married  63 27.2  
De Facto  25 10.8  
Divorced  6 2.6  
Widowed  1 .4  
Hours worked 
per week 
    
20-29 hours  81 34.9  
30-39  69 29.7  
40-44  58 25  






   3.63 
Occupations     
Education & 
training 
 29 12.5  
Hospitality, 
retail & other 
services 
 24 10.3  
Arts & design  14 6  
Life, physical & 
social sciences 
 13 5.6  
ICT 
professionals 




 12 5.2  
Marketing & 
public relations 























 7 3  
Other  71 30.8  
Income level     
$25,000 or less  87 37.5  
$25,001 - $50,000 76 32.8  
$50,001 - $75,000 41 17.7  
$75,001 - $100,000 13 5.6  
$100,001 or above 15 6.5  
Countries    
United Kingdom 61 26.3  




United States 43 18.5  
Netherlands 14 6  
India 9 3.9  
Germany 7 3  
Canada 6 2.6  
Ireland 4 1.7  






Reliability analysis showing Cronbach‟s alpha 
Note: SWLS = Satisfaction With Life Scale, CSE = Creative Self-Efficacy Scale, CW = 
Creative Work  
  
Scale Cronbach’s alpha Standardised 
Cronbach’s alpha 
No. of items 
SWLS .902 .905 5 
CSE .841 .843 6 
Positive Spillover .683 .688 4 
Negative Spillover .775 .776 4 




Tables of item‟s mean, standard deviation and Cronbach‟s alpha 
NTW Pos. Spillover 
Items 
Mean Std. Dev Corrected Item-
total correlation 
Cronbach’s 
alpha if deleted 
NWE1 3.46 .97 .553 .564 
NWE2 3.62 .96 .510 .592 
NWE3 3.61 1.12 .535 .568 
NWE4 3.40 1.08 .292 .728 
 
NTW Neg. Spillover 
Items 




NWE5 2.71 1.06 .616 .701 
NWE6 2.45 .97 .569 .725 
NWE7 2.76 .90 .603 .711 









CSE Items Mean Std. Dev Corrected Item-
total correlation 
Cronbach’s 
alpha if deleted 
CSE1 4.06 .80 .553 .827 
CSE2 4.00 .91 .637 .811 
CSE3 3.32 1.05 .588 .824 
CSE4 4.15 .89 .497 .838 
CSE5 4.12 .87 .735 .792 
CSE6 3.93 .92 .722 .794 
 
  
SWL Items Mean Std. Dev Corrected Item-
total correlation 
Cronbach’s 
alpha if deleted 
SWL1 4.35 1.65 .835 .863 
SWL2 4.78 1.57 .764 .879 
SWL3 4.97 1.60 .854 .859 
SWL4 4.71 1.71 .759 .879 




CW Items Mean Std. Dev Corrected Item-
total correlation 
Cronbach’s 
alpha if deleted 
CW1 3.30 .71 .584 .721 
CW2 3.49 .68 .478 .769 
CW3 3.09 .90 .580 .728 

























Research project summary 
Creative self-efficacy is seen as an important precursor to individual creativity. It 
can be defined as an individual‟s belief in their capacity and capabilities to successfully 
perform in creative tasks.  
There are a number of factors that influence a person‟s creativity and creative 
self-efficacy. However, most existing research has examined the influencing factors 
within the contexts of work and educational boundaries. Previous research has shown that 
nonwork factors outside of the organisational context can positively influence and enrich 
an individual‟s performance within the workplace. For example, an individual‟s 
involvement in a healthy and happy marital relationship (i.e. nonwork) can feel good or 
pleasant; in which this positivity can transfer into the workplace to improve their creative 
performance. However, it is not merely limited to relationships. An individual‟s 
involvement in volunteering, sporting and fitness activities or other life pursuits can also 
feel good. When one is fulfilled, satisfied and feeling good about their life, they are more 
likely to be confident and perform well in the workplace.  
The aim of this study is to investigate whether nonwork influences can contribute 
to enhance an employee‟s creative self-efficacy. Specifically, the study examined the 
effects of life satisfaction on creative self-efficacy. In order to study this effect, 
participants were invited to complete a survey that assessed participants‟ life satisfaction, 
creative self-efficacy, and the spillover of resources from nonwork to work. Creative 
work demands and gender was also examined to provide context for the analysis.  
The results from participant‟s responses demonstrated a statistical significant 
relationship between life satisfaction and creative self-efficacy. When an individual is 
satisfied with their life, they are more likely to feel positive and good about themselves; 
to which it can increase their confidence in performing creative tasks within the 
workplace.  
It was concluded that life satisfaction can lead to greater creative self-efficacy in 
two ways: (1) life satisfaction increases the likelihood of resources (e.g. energy, 
motivation, positive emotions, self-efficacy) to transfer (i.e. positive spillover) from 
nonwork (e.g. home) into the workplace to enhance creative self-efficacy; and (2) life 
satisfaction produces positive emotions and subsequently better cognitive functioning 
that directly increases one‟s creative self-efficacy.  
Although we also found that creative work demands significantly predicted 
creative self-efficacy, it did not significantly influence the relationship between life 
satisfaction and creative self-efficacy. However, gender differences were found to 
influence the results. Males who are more satisfied with their life, are more likely to 




Further research is required to establish the link between life satisfaction and 
creative self-efficacy. It is recommended that similar measures such as positive 
orientation to life, positive affect, and cognitive function-related measures can be used to 
examine interactional effects with life satisfaction. The life satisfaction – creativity link 
can also be investigated in a cross-cultural and longitudinal scope.  
